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Abstract  
The Reengineering and continuous improvement are considered extreme approaches in the “life” of an organization. The present 
studies underline both the major differences and the resemblances between them. The objective of our study consists in bringing 
the meaning of these two approaches into the personal life development. The orientation towards one of them depends on several 
individual characteristics. There were applied several tests that deal with personality, the “taste” for risk, self-fulfillment through 
career, adaptability to changes etc. These tests were implemented in a software system. The results pointed the correspondences 
between the life stage and the suited personal development model.   
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1. Introduction  
The Reengineering and continuous improvement based on the quality standards ISO 9000 are considered extreme 
approaches in the “life” of an organization.  
Figure 1. TQM and Reengineering overview 
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The present studies underline both the major differences and the resemblances between them (figure 1). 
Moreover, in certain periods from the evolution of an organization these two approaches can succeed one to another 
or even complete each other (figure 2).  
The objective of our study consists in bringing the meaning of these two approaches into the personal life 
development.  
The orientation towards one of them depends on several individual characteristics, such as: age or stage in life, 
occupation, job position, personality, and attitude regarding change and so on.  
Both these approached need a proper culture determined by certain individual and collective mentalities. We 















Figure 2. TQM and Reengineering interlacing for an organization 
2. Change management in personal development through Reengineering or/and continuous improvement 
The idea of self-renewal was studied by John Gardner in the 1960s pointing out that the self development is 
determined by the inevitable changes that might occur. So, the renewal is a complex process and is not just 
innovation and change.  John Gardner summarized this by: “In a world of change, the versatile individual is a 
priceless asset”.  
The personal self development means passing from one state to another, from one period to another, from the 
status quo to a somehow better world searching for new ways of reaching personal and professional success. This 
energy of constant discovery feeds upon itself, yielding rewards that refuel the engines of new searches and new 
discoveries.   
In the context of change management we deal with both internal (self imposed) and external (society imposed) 
changes.  
The changes are inevitable, but the most important is how the individual can adapt himself to the changing 
society developing and not surrendering to anything. 
This renewal in the personal change management context can be achieved step by step or it could be necessary a 
radical, fundamental change in a certain period of the individual development. 
The devotees of a QMSP (Quality Management System in one’s Personal life) adapted a series of quality 
concerning concepts from the existing standards and applied the Deming’s PDCA (Plan Do Check Act) cycle for 
continuous improvement in personal life. 
For example, there are considered the following similarities: organization and human being, product/service and 
achievement/success, quality oriented culture and integrity oriented lifestyle. 
We consider that the ISO 9001 could be the building foundation for designing, implementing, maintaining and 
developing a QMSP. In the same context the ISO 9004 could be the path to personal performance. 
TQM REENGINEERING 
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The design, implementation and maintenance of a QMSP are influenced by different individual needs, 
subjectivity, available tools and personal ambitions and targets. 
Reengineering in personal life focuses on major changes done in certain life periods. 
Studying the tendencies towards change, Daniel Levinson identified regular cycles in personal life and defined 
sets of “eras” and “periods” as well as transitions within these sets. The transition periods are: 
 Age 30 Transition: lasting from 28 to 33. This is a time for making changes that represent the basis for the 
rest of the life; 
 Mid-Life Transition: lasting from 40 to 45: This is a time for reviewing and reevaluating the goals; 
 Age 50 Transition: lasting from 50 to 55: This is a time for a late, maybe last, chance to achieve success 
and performance. 
Each transition period represents a time for making changes that lead to a better life from the point of view of 
performance and success. 
3. Research methodology 
Our study starts from the idea of these transition periods and tries to identify whether the tested individuals are 
ready to find resources and opportunities to radically change their lives.  
These transition periods represent life Reengineering. In figure 3 are represented the transition periods for 
personal life according to Daniel Levinson identified cycles. 
In order to identify the areas of potential personal changes there was applied a questionnaire. The processed 















Figure 3. Personal life transition periods 
 
The main issue is how much an individual is ready to change in his life. The answer is not so simple and takes 
into account the personal characteristics. Even more, the answer may vary from one period of life to another for the 
same individual.  
There were applied several tests that deal with own future foresight, capacity of decision, “taste” for risk, 
interpersonal competences, self-fulfilment through profession, leadership, adaptability to changes, profession 
choice, style of management, motivation for success, attitude towards progress and change.  
These tests were implemented in a software system (figure 4) that translates the answers to the applied tests and 
based on these it decides the type of the further necessary tests to be applied.  
At the end, based on the tests results are identified the correlations between the individual’s characteristics and 
the suited personal development model. 
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Figure 4. Software “TQM versus Reengineering” in personal life 
4. Findings and Results 
The tests were applied on a group of masters’ students from the University of Petrosani that study the subjects 
Enterprise Reengineering and TQM. From all these masters’ students there were selected as target for our study only 
those who are employed. These were the best subjects for our study because they have the knowledge about both the 
approaches and they find themselves in different stages of personal development, having different occupations and 
job positions. The potential change areas were classified using the following keys: from 1 (for areas needing step by 
step changes) to 10 (for areas needing radical changes). The results regarding the areas/fields of personal potential 
changes pointed out the following conclusions concerning the issue “I would like to be more”: 
 The highest score was for the area “action oriented”, which means that 57.14% from the target group 
considered this area as the one needing major changes in their personal lives. From this part of the target 
group 42.6% has as common characteristic the age between 28 and 33 years. 
 The lowest score was for the area “team oriented”, which means that 38.4% from the target group 
considered this area as the one needing least changes in their personal lives. This part of the target group 
has a heterogeneous age distribution. 
In figure 5 is shown age and job position distribution among the target group. 
From the applied tests there can be drawn many conclusions. For example, considering the part of the target 
group having management jobs, we find that 90% are expressive communicative managers and in the age period of 
40-45 years 30% are continuous improvement oriented and 70% are reengineering oriented. In the age period of 46-
49 years almost all are Reengineering oriented. 
Other interesting conclusions are that: 
 All the subjects below 28 years old, having execution jobs, are continuous improvement oriented, as 
expected. Among them the tests showed that 50% are undecided and 50% are potentially successful. All the 
subjects in the age period of 28-33 years, having all execution jobs, are Reengineering oriented; 
 The subjects in the age period of 34-39 years, having all execution jobs, are 90% reengineering oriented; 
 The subjects in the age period of 40-45 years, having execution jobs, are almost 50-50 oriented towards 
continuous improvement respective reengineering. The subjects in this age period having management jobs 
30% are continuous improvement oriented and 70% are reengineering oriented; 
All the subjects in the age period 46-49 years have management jobs and are mostly reengineering oriented. 
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Figure 5. Age-job distribution
5. Conclusions and Recommendations
From our study resulted that for execution jobs the Levinson model is left shifted by 6 years (reengineering
oriented age interval resulted 34-39 years instead of 40-45 years) and for management jobs the Levinson model is
right shifted by 6 years (reengineering oriented age interval resulted 46-49 years instead of 40-45 years).
It also resulted that the Levinson model applies un-shifted for the period 28-33 years, all being Reengineering
oriented. As future research, the results obtained after translating the results of the test by the software system could
be used for drawing a personal evolution graph for an individual evaluated at different life stages.
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